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Abstract: This article examines motivation and the quality of decision making’s effect on motivation
as important preconditions for organizational sustainability. The article is focused on an examination
of the content and intensity of perceived motivation, and the forms of decisions that were made
while motivating people. Motivation (from a theoretical and empirical point of view) is related
to crucial processes of human potential development and motivation. The analysis, synthesis and
generalization of knowledge related to sustainability, motivation and decision making in human
potential motivation are presented in the theoretical part of the article. The empirical part presents the
results of sociological questionnaire, focusing on the area of decision making in motivation that was
carried out on sample of respondents in the Slovak Republic (n = 500), Poland (n = 390) and Lithuania
(n = 226). The results confirm a strong correlation between the level of the motivation and the quality
of key processes of development of human potential (leadership, appraisal, communication, and the
creation of an atmosphere of trust). In all examined countries and processes, the calculated values
of the chi-square test were significantly higher than the table value (level of significance = 0.05).
The section describing the results contains a proposed content-componential model of decision
making in affecting and building sustainable motivation.
Keywords: sustainability; motivation; decision making; human potential; motivation programs
1. Introduction
One of mankind’s greatest challenges this century will be to ensure sustainable, fair and
balanced development [1]. Sustainability currently can be defined as a necessary thought-action
approach in the progression of all organizational processes while retaining the dynamics, acceleration,
and value-creating balance between the present and future, with a significant impact on societal
contribution. According to the World Commission on Environment and Development, building
a commitment to sustainability among citizens is largely a matter of educating them so they can
recognize the scientific facts of environmental damage and subsequently act in an appropriate way [2].
Sustainability typically has been viewed from three perspectives: environmental, economic,
and social [3,4], although there are many others. Recently, perspectives on sustainability have been
adjusted for different fields of its application, such as in regard to the environmental or green aspects of
business [5], corporate social responsibility [6,7], social and cultural conditions [8], responsible research
and innovation [9,10], economic progress [11], public health, community and knowledge capacities [12],
Sustainability 2018, 10, 3393; doi:10.3390/su10103393 www.mdpi.com/journal/sustainability
Sustainability 2018, 10, 3393 2 of 23
synergetic effects [13,14], and more. According to Tovey, “ . . . when speaking of ‘sustainability’ we may
also have other goals in mind: perhaps what we want to sustain is society . . . ” [15].
Aligned with adjusting the scope and application of sustainability and its societal perspective,
all created values, ideas, and solutions (both present and future ones) are the results of the deliberate
effort of human beings and their thoughts. Based on this idea, this article presumes that motivation is a
crucial precondition and a firm basis for the necessary progression and cultivation of the achievement of
goals, as well as for the inspirational values of the organization. Furthermore, motivation can be defined
as a constantly functioning driver, carrier, and harmonizer of permanent psychic energy, as well as a
reason for persistently and enthusiastically performing appropriate activities. Motivation determines
the readiness and willingness of all actors in a process (employees and managers). It determines
the anchoring and growth of future success; in short, the sustainability of the organization(s).
Moreover, sustainability connects present responsibility, effectiveness and profitability with the future,
and their potential achievement. It is motivation, in particular, that is the bridge between them.
Taking the perspective described above, a paradigm of sustainability can be considered to be
important and relevant for both human resource management (HRM) [16,17] and—the most recent
philosophy in the area—human potential development (HPD) [18]. Sustainable HRM refers to the
socially responsible management of human resources and defines actions related to human capital that
any organization could (should) perform to state that their management of employees is sustainable [7].
According to Ehnert, “ . . . sustainable HRM is the pattern of planned or emerging human resource
strategies and practices intended to enable organizational goal achievement while simultaneously
reproducing the human resource (HR) base over a long-lasting calendar time and controlling for
self-induces side and feedback effects of HR systems on the HR base and thus on the organization
itself . . . ” [19] (p. 74).
Human potential development, based on strategic, decisional and motivational perspectives,
regards employees and managers as owners of their overall potential (in terms of aspects such as
knowledge, skills, talent, enthusiasm, motivation, . . . ): “They decide whether or not they can transfer
their potency to their performance and organization” [19]. Sustainable HRM or HPD can contribute
to both efficiency and societal performance goals [20]. This means, from a sustainability perspective,
organizations must not only attract and retain talented human potential, but also sustain and retain
human potential that is healthy and productive [19], highly motivated and loyal.
Generally, numerous authors have argued that taking the right decisions in the area of motivation
is important. According to Maslow: “Any motivated behavior, either preparatory or consummatory,
must be understood to be a channel through which many basic needs may be simultaneously expressed
or satisfied. Typically, an act has more than one motivation . . . ” [21] (p. 370), for example; Deci,
Koestner and Ryan: “Motivation derives from internal and external sources that operate on differing
time scales, and that can complement or compete with one another to influence both the duration and
quality of behavioral performance . . . ” [22]; Rosak-Szyrocka: “Motivation of working activity is much
more complex since different people have different needs and desires which means they are differently
motivated . . . ” [23] (p. 103); James and Rentsch: “Intervening between the motives, and the behaviors
they stimulate, are various affective and cognitive mechanisms that shape and sustain the direction,
intensity, and perseverance of the motivated behavior . . . ” [24] (p. 223); Hill: “While powerful and
more or less universal motivators exist, every individual is different . . . ” [25] (p. 4). However, other
than similar statements regarding the complexity of effective motivation, studies aimed at complex
and intentional decision making processes orient primarily toward building and retaining sustainable
working motivation still are absent in the current literature.
The aim of this article is, therefore, to focus attention especially on the dynamics and content
of the decision making process in motivating human potential in three countries of Central Europe.
The concept of sustainability is related to the concept of sustainable human resource management
(sustainable human potential development), and, subsequently, the concept of responsibly sustainable
motivation is deduced from the concept of motivation linked with the concept of managerial decision
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making in the area of work motivation. A problem, solved in the article, consists of the explanation
of selected attributes and components of effective decision making regarding motivation (such as
the decision making process performed when/while motivating employees and managers), defined
here as a crucial precondition of building the sustainability of organizations. The main research goals
are defined as follows: (1) Disclose the components that have to be respected in decision processes;
(2) Define the principles and mechanisms that need to be kept during decision making; (3) Research
the impacting factors that influence and determine the resultant level of perceived motivation.
Using analysis, synthesis and generalization of the theoretical knowledge, the first part of article
presents decision making in relation to human potential motivation, distinguishing between decisions
that indirectly (involuntarily) influence motivation and those decisions that are directly aimed at
influencing motivation. The following subchapter of the first section is, subsequently, devoted to
examining sustainable and responsible motivation.
The second (empirical) part of the article presents the results of sociological questioning that
was done for the sample of employees and managers of Slovak, Lithuanian and Polish organizations
regarding decision making for motivating. Specifically, the importance of adequate decisions when
motivating human potential is examined (through the confirmed interdependency between the
decisions to apply the highest qualitative level of key processes of human potential development
versus the perceived resultative motivation); the most important factors are identified that decide the
changeability of perceived motivation (change of past motivation toward present one). This part of
the article also contains a proposed content-component model of decision making in affecting and
building sustainable motivation.
1.1. Decision Making and Human Potential Motivation
Based on shifting of the science in the area of human resources to the science of human capital or
even human potential [26–30], the key idea is that decision making concerning HR needs to change and
this change represents a new decision science—organizations must make better decisions regarding
their human assets [16]. This means that, when creating conditions and mechanisms for achieving
the sustainable competitive advantage, “ . . . the importance of human factor has to be underlined
and contained in the decision making processes . . . ” [31] (p. 76). Such a trend can be referred to as
‘responsible competitiveness’ or ‘corporate sustainability’ [1] in the context of where the future success
lies in sophisticated decision making connected with the motivations existing in organizations and
their surroundings.
“Decision making as one of the basic cognitive processes of human behaviors represents a choice of
preferred option or a course of actions from among a set of alternatives based on certain criteria . . . ” [32]
(p. 124). Decision making is an important subpart of human potential development and must not be
simplified, especially in situations when decisions taken have a great impact on employees [33]. This means
that adequate adjudicative principles and methods must be utilized.
The principles of variability and flexibility, in the extent to which the individuals permit emotional
influences to guide their decisions, are crucial [34], for example. Bono draws attention to multi-variant
and creative decision-taking: “Too often the decision making process is shown as a list of fixed
alternatives between which a decision has to be made. We are not easily satisfied with the obvious.
We multiply alternatives before choosing between them” [35]. This leads to the application of multiple
criteria in motivational decision making. Additionally, Drucker’s (2001) idea is interesting: “ . . . the
effective executives know when a decision has to be based on principle and when it should be made
pragmatically, on the merits of the case. They know that decision making has its own systematic
process and its own clearly defined elements” [36] (p. 2). During this process, it is necessary to
systematically collect all information and knowledge, transform them into multivariate solutions,
evaluate these solutions precisely, and take the resulting decisions responsibly [30]. The evaluation
criteria’s degree of elaboration forms the quality of managerial decisions and the cumulative effect of
all directions depends on them [37].
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According to many authors, three basic groups of the methods can be used in the area of decision
making: quantitative, qualitative and heuristic [38–40]. These mentioned groups and particular
methods might be used appropriately within decision making in the area of work motivation.
However, in the case of a flawless application of any method, it is necessary to respect the limits
of human thinking. According to Simon, rational responses to the environment characterize decision
making, generally. However, at points—often important points—rationality fails and, as a consequence,
there is a mismatch between the decision making environment and the choices of the decision maker.
Simon refers to this mismatch as ‘bounded rationality showing through’ [41].
Building on the ideas mentioned above, two basic types (or even dimensions) of decision making
can be distinguished. These can be characterized by the conscious as well as unconscious influence of
motivation (inspired by [42]):
1. Decision making performed in other organizational areas that indirectly affects (positively
or negatively) work motivation, such as decisional processes, which result in indirect
consequence-orientated decisions touching motivation;
2. Decision making that intentionally and sustainably improves motivation, like a decision process
which results in direct, procedurally satisfied, motivational decisions.
It is important to point out that both types of decision making processes must be performed. This basis
interconnects all organizational departments (marketing, production, human potential, . . . ) as well as
all levels (top, middle and operational) across the whole organization and emphasizes the necessity of
thorough coordination and common effort by all of the organization’s members and partners.
1.1.1. Consequentially Orientated Decisions Affecting Motivation
The first dimension of the decision making processes includes all decisions taken in the
organization—in any of the organizational processes or departments, such as in marketing, production,
logistics, finance, or innovation. These are the decisions with an impact on motivation that varies,
making them difficult to predict because they are aimed at primarily improving the area in which
they are taken (like finance). The impact of such decisions on motivation is only secondary.
However, the impact is real: “ . . . decisions regarding global geopolitical events and competitive
postures motivate and affect economic and financial policies of the state and organizations . . . ” [43]
(p. 158). Considering the area of organizational finance, the decisions regarding a selection of the
way of financing an organization’s development, such as decisions regarding sources of financing and
decisions concerning investing ex ante or ex post [44], affect the financial processes and, thus, both the
work and motivation of employees of this department. Thus, when the department gets fewer financial
resources for its development, it automatically reduces investment in education and development.
Conversely, when the department receives an increased financial budget, it might decide to implement
new systems of motivation, development, career growth, ergonomics, etc. Decisions regarding the
appropriate targeting of marketing communication and new forms of sales [18,45], decisions concerning
the application of new innovations [46] or decisions to implement the Japanese production approach,
Kaizen [47], influence the motivation of considered employees too. A new production control system
might require a greater self-control, compliance with higher quality standards, or material savings,
and, therefore, a greater responsibility and motivation not only for managers but also for employees.
Thus, an important fact is, although most managerial decisions inside an organization are not
directly focused on motivation, almost all of them influence motivation indirectly. Fear of applying
any organizational regulation or implementing any planned change affects the motivation very
strongly [48–50], for example. Performance can be increased significantly if the relevant structures and
systems will positively encourage such activity (or at least not hinder) [51], for example. A job in a new
production facility expects adoption of a new manufacturing process and its specifics [52]. This has to
be ‘absorbed’ by the employee. S/he has to find a reason to apply a new approach. S/he has to find the
courage to embark on a new style of work. S/he must abandon long-term, routine procedures that have
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often been customary since the beginning of his or her career. All of the aforementioned psychological
motions clash with the individual’s personality and motivation. However, this intrapersonal collision
must not adversely affect the employee’s resulting work performance and the quality and quantity of
his or her outcomes.
Summarizing the opinions regarding the importance of decisions taken in other professional
areas/sections of an organization and their consequences on motivation, the need for decision-based
and responsible management arises. According to Frankel, “ . . . futures oriented, decision-based
management is designed to make every member of an organization equally important in the running
of the organization . . . ” [53] (p. 24). Generally, it can be noted that the quality of all decisions taken
in all organizational areas or departments (production, marketing, finance, development, logistics,
quality and so on), or the quality of decision making performed by managers and professionals of
the organization, affects the motivation of all the involved members of the organization directly or
indirectly, in a way that is stronger or weaker, short-term or longer-term [30,54].
1.1.2. Procedurally Contented Decision Making Improving Motivation
According to Albers, “ . . . managerial decisions have been categorized as planning and
motivational decisions . . . ” [55] (p. 553). Therefore, the second dimension of decision making
processes includes all decisions taken in organizations that are primarily and directly aimed at the
improvement of motivation. These are decisions with predictable and serious effects on the resultant
quality and content of motivation.
This means, when cultivating all the motivations in organizations, it is essential to create conditions
for inspiring and sustaining the motivation of all employees and managers. This can be achieved through
a perfectly functioning system of human potential development and motivation (HPD&M). The system of
human potential development and motivation is based on the philosophy of human potential development
and links it with the deliberate influence of motivation. Using this understanding, all processes of human
potential development are carried out with the motivational accent and the intention to directly improve,
not only the working potential of each individual, but, above all, his or her motivation [56]. Such systems
should connect the vision, objectives and all strategies of the organization and must be characterized by
mastered managerial decisions performed in, and regarding all crucial HPD&M processes, procedures,
measures, etc. Such decisions concerning HPD&M might be considered as professionally advanced and,
as such, they influence the whole process of decision making regarding these processes and absolutely
respect all prospects and aspects of motivation.
Taking a detailed viewpoint, these decisions must be based on an in-depth analysis of situation
parameters as well as a comparison and assessment of risks and effectiveness of any decisional variant
and always take the best quality solution in each of the crucial HPD&M processes. The attention
of this paper is, therefore, focused on the following crucial processes: leadership, communication,
appraisal, and creating an atmosphere of trust. The analytical section will compare the level/quality
of the decisions in listed processes (such as the decision of a manager or leader to perform the best
quality of such a process) with the level of obtained and perceived motivation.
This means that the advanced HPD&M decisions lead to the application of creative styles of
leadership [57,58] and not to the application of autocratic or dictatorial styles [48]. It must form an
inspirational organizational culture [59,60] and not a rigid and impersonal culture [61]. It must replace
the feelings of fear or dislike [62] by feelings of progress experienced [63]. Such a system of HPD&M
must enable an employee to have dignity [64], pride [65], happiness [66,67], joy from work done [68],
mutuality [69], balance in monetary incentives [70] with nonmonetary and more.
Naturally, such qualitative values/measures are best predisposed and supported by the highest
quality level of HPD&M decisions capable, to build conditions and overall possibilities for advancing
the motivation from the short-time and egoistic level to the level of sustainable, permanent and
common motivation. Achieving the parameters of a particular organizational environment that will
transform the original motivation to motivation of a richer content or even a transcendent level [71–73]
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should be based on absolute high-quality processes of decision making. The goal of this must be to
disclose, understand, name, improve, strengthen, and especially harmonize all the motivations.
1.2. Sustainably Responsible Motivation
Sustainability represents “ . . . achieving success today without compromising the needs of the future
. . . ” [74] (p. 129) and focuses on providing the best outcome for both human and natural environments [75].
Conversely, motivation is an inner state of the soul of man that compels him or sets him in motion [76].
Motivation “ . . . stems from the sequence of events that moves from motives or anticipated incentives to
end-states where motives are satisfied or incentives are attained . . . ” [77] (p. 10) and motivation study
concerns all conditions that exist within the person and within the environment and culture that explain
‘why one wants what s/he wants’ and ‘why one does what s/he does’ [78]. It means “ . . . the motivation
is the drive that energizes, sustains, and directs a person’s behavior . . . ” [79] (p. 165).
Motivation is often understood as a description of goal-oriented behavior. It includes all processes
of initiation, maintenance, or change in the psychological and physiological activity [80]. “The goal of
the motivated behavior is to fulfill a specific need or desire . . . ” [81] (p. 4), while “ . . . any behavior
tends to be determined by several or all of the basic needs simultaneously rather than by only one of
them . . . ” [82] (p. 71). Taking a more sophisticated viewpoint, Kanfer and Chen portray motivation “
. . . as a time-linked set of recursive and reciprocal affective, behavioral and cognitive processes and
actions that are organized around an individual’s goals . . . ” [83] (p. 7). Recursion and cognition,
as unique elements or traits of understanding and application of the motivation, are emphasized in
other scientific works also [84–86], and push motivation to the level in which the decision making and
its rightness play an extraordinarily important role.
According to Chen and Kanfer, “ . . . perceptions of the environment, motives, attitudes,
cognitions, and affective states are posited to contribute to motivation through their influences on
what an individual chooses to do (i.e., goal choice) as well as the strategies by which the individual
seeks to accomplish cognized goals (i.e., goal striving) . . . ” [87] (p. 228). Relating to presumptions of
the article, this means that motivation actually can be understood as a “ . . . decision making process
in which individuals choose and pursue course of action . . . ” [83] (p. 11). However, not only the
decision making of others impacting someone’s motivation is relevant. Perhaps, the decision making
of an individual who directly affects his or her own motivation is more important, especially from the
viewpoint of building sustainable and responsible motivation.
Continuing the research of possibilities for an appropriate definition of sustainably responsible
motivation, Maslow’s thoughts on human motivation [21], although defined nearly 70 years ago, might
be considered as inspirational and still correct to this day. Certainly, from the prospect of sustainability,
the cognitive, aesthetic and, especially, transcendent needs defined by Maslow are now extraordinarily
attractive. Strongly urgent is the desire “ . . . to become everything one is capable of becoming . . . ” [82]
(p. 64). The need to become a more valuable being (expert, man, employee, manager) assumes a
high degree of responsibility for one’s own performance, development, and motivation. It puts
self-motivating on an even higher level and systematically links it to self-responsibility. However, this
level of needs and desires requires and, simultaneously, would be based on the recent shape of
managerial professionality and responsibility for decision making when motivating oneself and
motivating others. The result of decision making, characterized by such traits could be considered a
‘sustainably responsible motivation’.
The sustainably responsible motivation contains and explains the process of effectively achieving
sustainable motivation, essentially motivation that is firm, lasting, constant, permanently renewed,
improved and strengthened, and brings new values and strategic competitive advantages, on the one
hand. This term contains and explains the character and quality of responsibility that is activated and
applied in any decision that relates to influence of the motivation, on the other hand. Such responsibility
has to be felt as absolutely natural and simultaneously obligatory for all managers and HR specialists.
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When building and having responsible and sustainable motivation, the individual decides
permanently about the structure (categorization) of his/her motives as well as the strength (intensity)
of his/her motives. One also decides what motives one will adapt his/her behavior, what motives
s/he will exclude from his/her motivational system, and more. This process is mostly fully conscious,
but it is often a routine—unconscious and automatic. Obviously, the inner process of motivation is
invisible from the standpoint of other participants in these situations. This does not mean, however,
that this process is simple [30].
This sustainably responsible motivation reflects the necessity to be fully aware of all possible
subsequent responses and reactions of all involved individuals or groups to all decisions taken when
motivating human potential. Due to this, “ . . . organizations must update and renew incentives that foster
and reward vision and creativity, and encourage innovation and risk taking in decisions and subsequent
actions . . . ” [53] (p. 39). The most important features of all motivational or incentive programs are their
objectivity and fairness and the prevention of any forms of protégé or disadvantage because “ . . . people
do not value only their own reward in isolation, but also compare their own set-point with reference to
others . . . ” [81] (p. 17). Additionally, if qualified experts perceive that their work is not important, their
zeal for work soon wears off and experts turn into people that only wait for work to end [88].
These aforementioned warnings lead to the fact that the intensity and overall profile of perceived
motivation reflects the success in harmonizing the intra-motivational with the inter-motivational
processes. According to many authors, such as Matuska, “ . . . the internal motivation is generally
stronger than external one and always wins in competition with external pressure because it relates to
the nature of human being to value free choice and own will . . . ” [89] (p. 84). Although this opinion is
true, the senior staff, who impact their own and others’ motivation, must build the conditions that
enable, help to establish and retain the fundamentals and strength for everyone’s internal motivation.
When the environment of intrinsic motivation is created, in the words of Kulkarni: “If the leaders
and employees are emotionally connected with the organization and passionate about the goal and
objectives, they will bring sustainable growth . . . ” [65] (p. 86). Therefore, as in all the previous
considerations, this creative-building process is conditioned by advanced and responsible managerial
decision making regarding motivating oneself and others.
Taking an interest in individual needs and aspirations is a redundant parameter for leveraging
sustainable motivation [90]. Naturally, when examining the overall potency and performance possibilities
of all individuals (understood as unique personalities) and all groups or teams (understood as a
unique connection of several individual personalities), the themes of personality clashes and work style
differences [91] are discussed. Considering this, “ . . . the management of intrinsic motivation is more
demanding than that of extrinsic one . . . ” [92] (p. 69), especially because the area and depth of intrinsic
motivation is complicated by existence of an ego-involved motivation. “With external incentives alone,
a sustainable motivation cannot be achieved . . . ” [92] (p. 70). A perfect combination of the extrinsic,
intrinsic and ego-involved motivation [22,89,93,94] is induced through the best decisions, in other words.
Such a situation might understand achieved motivation as responsibly affected and sustainably formed.
2. Material and Methods
“Understanding how individuals integrate incentives and their role in decision making and
motivational processing has theoretical and practical implications, particularly for HRM practices that
seek to promote engagement and build new behavior patterns . . . ” [83] (p. 15). Although Mathe,
Pavie and O’Keeffe present that “ . . . leveraging sustainable motivation at work is supported by strong
organizational values of fairness, transparency and accountability . . . ” [90] (p. 88), a spectrum of
measures for activating sustainable motivation defined by Finke and Will is more detailed; authors
emphasize especially: comprehensive management of communication, development of competencies,
adaptation of managerial systems (leadership), and integration through both task orientation and
participation [92] (pp. 76–84). Naturally, to be responsible, the organization must have dynamic
mechanisms of dialogue with employees [7].
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2.1. Study Design and Instruments
Based on the preference for thorough effort, the authors also incline toward an extended understanding
of measures that need to be examined when dealing with sustainable motivation. The authors, therefore,
decided to perform a sociological survey on the sample of respondents from three European countries:
Slovak Republic, Poland, and Lithuania. A Structured Questionnaire on Motivation [95] was chosen
as the analytical tool. Original questionnaires were analyzed on the grounds of repeated surveys and
improvements of the whole research methodology were systematically included. Two almost identical
versions of the questionnaire were developed. Differences consisted of respecting the character of the
job/position performed by the respondent (employee versus manager).
The content of the questions (17 for employees and 18 for managers) examined the approaches,
processes, elements, tools and decisions related to motivation and motivating: awareness, leadership,
appraisal and remuneration, communication, atmosphere, level of motivation, self-motivation,
motivation programs, etc. Three types of scale were used: (a) Likert’s 5-point scale for classic questions
and questions with pre-defined statements; (b) a 2-point scale for resolute (exclusion) questions; and
(c) a scale 1–10 for assessment questions. Used forms of the questionnaire for employees and managers
are presented in the Annex. Interviewing was performed in the time period of January–February
2018 by personally contacting employees and managers with written (email) or personal requests to
complete the prepared electronic questionnaire. This method was chosen especially to achieve the
highest expected return and more transparent processing of collected data (see supplementary).
2.2. Sample
The selection of countries for this article (Slovak Republic, Lithuania, and Poland) was based on
the long-term cooperation of researchers from these countries in area of human resources and based
on similarities of these countries in numerous areas. Characteristic identifiers of respondents in this
study are age, gender, education, length of practice, size of organization, region and industry sector.
Based on the identification of respondents via basic characteristics, it was possible to state that the sample
was multidimensional because the selected sample had various spreads of individual characteristics.
Other demographic and economic factors also proved the similarities between the countries (Table 1).
Table 1. Characteristic attributes of selected countries in 2017.
Characteristic Details Slovakia Lithuania Poland
Median age
Male 38.8 39.7 39.0
Female 42.3 47.1 42.4
Total 40.5 43.7 40.7
Birth rate Births/1000 pop. 9.7 9.9 9.5
Life expectancy at birth
Male 73.7 69.7 73.9
Female 81.1 80.7 81.8
Total 77.3 75.0 77.8
GDP—per capita (PPP) $ 32.9 31.9 29.3
Production growth rate % 3.5 2.8 4.2
Unemployment rate % 7.7 6.7 4.5
Source: [96–98].
The target group of the whole study was the working population of the Slovak Republic
(2,542,600 employees), of Poland (16,344,000 employees), and Lithuania (1,347,100 employees).
A statistical approach was used to determine the size of the sample (n) and tolerance of error (E),
mostly due to the accuracy of evaluated results. N was the basic set, r was the share of answers the
research team was interested in, and Z(c/100) was the critical value for the confidence level C [38,99]:
x = Z(
c
100
)
2
r(100− r),
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n =
Nx
((N − 1)E2 + x) ,
E =
√
(N − n)x
n(N − 1) .
The recommended selected sample for individual countries was, according to statistical
calculation, 385 respondents. Using the countries of Slovakia; Poland; and Lithuania, the numbers of
participating respondents decreased the estimation of error to 4.38%; 4.96%; and 6.52%, respectively.
2.3. Participants
The numbers of respondents who participated in the survey were: Slovakia n = 500; Poland n =
390; Lithuania n = 226 respondents. The composition of respondents indicates a higher willingness
of women (especially in a group of employees) to participate in the survey. Regarding Slovakia
and Poland, the most frequent group was employed in the 18–28 age group—while, in Lithuania,
the category was 40–50 years. This also corresponds with the willingness of the respondents, but also
with the possibility of the authors, to actually ask respondents to participate in the survey (mostly
former students—graduates of universities, currently working in various types of organizations).
A more detailed description of the respondents is shown in Table 2.
Table 2. Basic characteristics of respondents: Slovakia, Poland and Lithuania.
Age
Slovakia (n = 500) Poland (n = 390) Lithuania (n = 226)
Employees 80% Managers 20% Employees 88% Managers 12% Employees 73% Managers 27%
Male Female Male Female Male Female Male Female Male Female Male Female
18–28 39 132 12 11 34 172 4 5 5 13 0 1
29–39 47 72 9 16 21 75 7 12 9 34 1 4
40–50 27 44 27 19 7 27 5 10 10 38 6 20
51–61 16 19 3 2 0 5 2 2 8 38 5 18
61> 4 0 1 0 0 1 0 1 6 5 2 3
Total 133 267 52 48 62 280 18 30 38 128 14 46
2.4. Procedure—Test of Reliance
During the test of reliance, the reliability of individual questions was measured using the Cronbach
Alpha Test. These are questions about awareness, fair appraisal, open communication, positive
atmosphere at the workplace, and level of motivation toward selected realities (orientations). Table 3
shows that it is possible to see results of the reliability for the first group of questions (questions that
had answers: yes, mostly yes, average, mostly no, and no) and for the second group of questions about
felt motivation (questions that had answers: high, rather high, average, rather low, and low).
Table 3. Reliability of questionnaire.
Characteristics Processes/Motivational Focuses Corrected Item-Total Correlation Cronbach’s Alpha If Item Deleted Cronbach’s Alpha n of Items
Group—Processes
Awareness 0.568 0.835 - -
Appraisal 0.712 0.795 - -
Communication 0.742 0.779 - -
Atmosphere 0.724 0.786 - -
Total 0.846 4
Group—Motivation
orientation
Quality work 0.730 0.879 - -
Improve of skills 0.761 0.867 - -
New ideas 0.796 0.854 - -
Cooperation with superior 0.788 0.857 - -
Total 0.895 4
The degree of reliability was higher than 0.8 between both groups of questions, which indicates a
great level of reliability and, therefore, great consistency in the selected sample. The column, “Cronbach’s
Alpha if item deleted”, shows that, in the case of deleting individual questions from the questionnaire,
the reliability of the questionnaire would slightly decrease. This fact also confirms the consistent logic of
questions. The value of “Corrected item-total correlation” shows high values for individual questions,
which demonstrates a dependency between individual questions.
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3. Data Analysis and Results
With regards to main research goals (a) disclose the crucial components of decision process in
motivating; (b) define the principles and mechanisms of such decision-making; (c) search the affect-capable
factors influencing and deciding on the motivation, and data were collected and processed.
3.1. Data Analysis
Several types of analyses were used to process the collected data. First, with the aim to determine
the level of motivation, frequencies of the expressed levels of motivation were studied, including
the mean and standard deviation between groups of respondents in each country. These findings
were then used to analyze the impact of leadership, performance appraisal, communication,
and building atmosphere on the intensity of perceived motivation. The mutual impact was examined
through the following tests: Pearson Chi-Square, Likelihood Ratio, and Linear-by-Linear Association.
Consequently, with the intention of determining the order and examining the differences of the most
important factors in the individual countries that decided to change the motivation of respondents in
terms of time development, the hypotheses H1 and H0 were determined. Through Wilcoxon’s test,
the relevance of H1 was examined and confirmed. Finally, through frequency analysis, respondents’
recommendations relating to the potential increase in their work motivation were analyzed.
The comparison of the level of perceived motivation toward quality work, toward a constant increase
in the level of professional knowledge and skills, toward new ideas and increasing the effectiveness of the
processes being used, and toward cooperating with superiors is shown in Table 4. Table 4 presents the
basic focuses of motivation, degree/level of perceived motivation, frequency of respondents in all studied
countries, with the classification of groups of employees and groups of managers, the calculated mean of
the perceived motivation for each motivational focus, and the standard deviation.
The Slovak, Polish and Lithuanian respondents felt the strongest motivation toward quality work.
The managers’ responses were more consistent than those of employees in all countries (as generated
using the standard deviation). The biggest difference between the employees’ and the managers’
responses was their view of their mutual cooperation. Regarding Lithuanian respondents, it can
be seen that the overall level of motivation was slightly lower than that of the other respondents
from Slovakia and Poland. The highest compliance of respondents’ answers can be observed in the
evaluation of motivation toward quality work.
Regarding the spread of respondents, the smallest deviation and, thus, the most consistent answers
are those of the Polish managers. The least consistent answers, overlapping by more than one point,
can be observed in the Slovak employees and very similarly with Lithuanian employees, which signals a
heterogeneity of respondents within a group of employees, which was higher than the one of managers.
Based on these results, it can be observed that managers (no matter what industry they are from)
feel almost the same level of motivation. Employees showed mild heterogeneity, which possibly could
be further examined in consideration of work field (industry), gender, age, or practice.
The level of motivation was related to key HPD&M processes, with an intention to search for
the impactful factors that usually influence motivation (third research goal). The dependence of the
level of motivation to the aforementioned orientations related to key processes was studied: creative
leadership, fair work performance appraisal, open and friendly communication, and creating an
atmosphere of trust, openness, and belongingness (Table 5). A correlation was calculated using the
Pearson chi-square test. It was shown in all cases that the selected correlation was of high significance,
as the asymptotic significance was 0.000.
The calculated chi-square for all countries and processes was significantly higher than the table
value (at degrees of freedom 8 and 16; and level of significance 0.05). This indicates a clear interrelation
and impact by individual processes to the level of motivation as well as the level of motivation to
implement and perceive selected key processes.
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Table 4. Perceived motivation: comparison of Slovakia, Poland and Lithuania.
Slovakia Poland Lithuania
Motivation Focus Degree of Motivation Employees n = 400 Managers n = 100 Employees n = 342 Managers n = 48 Employees n = 166 Managers n = 60
Freq. % Freq. % Freq. % Freq. % Freq. % Freq. %
Motivation to quality work
High 167 41.75 61 61.00 116 33.92 28 58.33 48 28.92 30 50.00
Rather high 156 39.00 30 30.00 154 45.03 17 35.42 70 42.17 23 38.33
Average 47 11.75 9 9.00 59 17.25 3 6.25 39 23.49 6 10.00
Rather low 21 5.25 0 0.00 4 1.17 0 0.00 3 1.81 0 0.00
Low 9 2.25 0 0.00 9 2.63 0 0.00 6 3.61 1 1.67
Mean 1.87 1.48 1.94 1.49 2.09 1.65
Standard deviation 0.97 0.66 0.89 0.62 0.96 0.80
Motivation to improve knowledge and skills
High 130 32.50 53 53.00 138 40.35 30 62.50 39 23.49 18 30.00
Rather high 165 41.25 31 31.00 128 37.43 12 25.00 73 43.98 30 50.00
Average 66 16.50 14 14.00 61 17.84 6 12.50 39 23.49 9 15.00
Rather low 23 5.75 2 2.00 5 1.46 0 0.00 8 4.82 2 3.33
Low 16 4.00 0 0.00 10 2.92 0 0.00 7 4.22 1 1.67
Mean 2.08 1.65 1.90 1.53 2.22 1.97
Standard deviation 1.04 0.80 0.95 0.73 1.00 0.86
Motivation to new ideas
High 64 16.00 30 30.00 80 23.39 17 35.42 22 13.25 21 35.00
Rather high 161 40.25 51 51.00 157 45.91 28 58.33 63 37.95 24 40.00
Average 122 30.50 14 14.00 77 22.51 2 4.17 56 33.73 13 21.67
Rather low 30 7.50 3 3.00 16 4.68 1 2.08 16 9.64 1 1.67
Low 23 5.75 2 2.00 12 3.51 0 0.00 9 5.42 1 1.67
Mean 2.47 1.96 2.21 1.78 2.56 1.95
Standard deviation 1.03 0.86 0.96 0.64 1.02 0.89
Motivation to cooperate with superior
High 79 19.75 45 45.00 86 25.15 18 37.50 25 15.06 17 28.33
Rather high 162 40.50 41 41.00 143 41.81 21 43.75 53 31.93 27 45.00
Average 103 25.75 10 10.00 87 25.44 9 18.75 60 36.14 13 21.67
Rather low 39 9.75 3 3.00 11 3.22 0 0.00 16 9.64 2 3.33
Low 17 4.25 1 1.00 15 4.39 0 0.00 12 7.23 1 1.67
Mean 2.38 1.74 2.21 1.80 2.62 2.05
Standard deviation 1.04 0.84 0.99 0.75 1.08 0.89
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Table 5. Correlation between perceived motivation and key processes of human potential development in Slovakia (SK), Poland (P) and Lithuania (LT).
Motivation Focus Tested Characteristics
Leadership Appraisal Communication Trust
SK PL LT SK PL LT SK PL LT SK PL LT
Degree of freedom (table chi-square coefficient at significant level 0.05) 8 (15.507) 16 (26.296) 16 (26.296) 16 (26.296)
Asymp. Sig. (2-sided) 0.000 0.000 0.000 0.000
Motivation to quality work
Pearson Chi-Square 76.502 49.277 27.259 227.841 93.941 113.114 132.999 108.679 100.760 192.656 105.196 67.341
Likelihood Ratio 77.817 49.864 29.724 150.494 75.214 68.634 104.557 86.610 64.676 156.734 91.155 56.149
Linear-by-Linear Association 62.014 31.959 23.986 117.342 52.218 51.544 77.966 63.040 44.559 121.982 75.168 39.608
n of Valid Cases (value) 500 383 211 500 381 214 500 380 213 500 385 215
Motivation to improve knowledge and skills
Pearson Chi-Square 70.414 44.438 26.160 182.444 47.528 130.988 147.951 78.157 123.583 134.709 62.804 75.270
Likelihood Ratio 76.053 43.355 26.358 141.683 41.139 85.350 110.797 60.815 92.932 122.861 51.258 62.839
Linear-by-Linear Association 57.202 34.573 21.281 97.868 27.876 50.692 80.198 36.939 55.466 90.640 35.138 41.292
n of Valid Cases (value) 500 380 211 500 378 214 500 377 213 500 382 215
Motivation to new suggestions
Pearson Chi-Square 107.518 64.072 33.297 218.369 81.665 114.600 193.217 101.609 124.140 198.136 107.724 72.654
Likelihood Ratio 117.239 64.998 32.768 159.314 66.133 81.884 147.854 76.117 98.017 167.868 92.705 67.446
Linear-by-Linear Association 95.708 58.313 28.099 109.434 53.111 52.873 100.283 56.843 62.208 119.342 75.298 51.942
n of Valid Cases (value) 500 379 207 500 377 210 500 376 209 500 381 211
Motivation to cooperate with superior
Pearson Chi-Square 133.091 76.258 53.207 291.071 132.533 131.040 174.370 189.949 144.366 274.270 135.398 124.884
Likelihood Ratio 142.405 76.230 49.161 201.736 91.280 100.348 134.894 119.407 113.727 231.467 117.453 107.303
Linear-by-Linear Association 114.184 68.414 39.229 148.862 81.020 73.449 104.392 91.098 65.955 174.604 103.385 73.152
n of Valid Cases (value) * 500 381 210 500 379 213 500 378 212 500 383 214
* Some respondents did not answer to these questions.
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A possible change of past motivation must be researched when taking the viewpoint of the
first research goal (to disclose the components that have to be respected during the decision making
process when/in motivating). Due to this, the factors that decided the change in respondents’ past
motivation and caused their current (different) motivation were researched. Table 6 shows that
respondents’ answers vary from country to country. The most important factor that caused a change
in motivation among Slovak employees was a significant success in work and family formation.
The Polish respondents expressed that the change in motivation was caused mostly by the awareness
of their own qualities and the gradual maturation of the personality. Like the Polish, the Lithuanian
respondents stated that it mainly was realizing their qualities and consequently their health.
Table 6. Factors deciding on motivation change: Slovakia (SK), Poland (P) and Lithuania (LT).
Factor of Change Mean of ALL Mean of SK Mean of PL Mean of LT
Significant success in the work area 29.40% 34.60% 31.03% 22.57%
Big failure in work 6.03% 5.00% 10.00% 3.10%
Experience of joyful, pursuing event 9.15% 6.40% 8.21% 12.83%
The success and happiness of a child 9.03% 4.20% 10.51% 12.39%
Slow maturation and own development 20.54% 11.20% 43.33% 7.08%
Satisfaction in partner life 15.00% 19.60% 12.56% 12.83%
Meeting recognized, respected man 11.07% 12.40% 9.74% 11.06%
Achieving a long-desired goal 26.76% 32.20% 26.41% 21.68%
Starting a family 22.44% 44.40% 17.18% 5.75%
Death of a loved one or friend 8.84% 18.00% 7.18% 1.33%
Arising the hidden, latent need 11.68% 25.40% 7.44% 2.21%
Long-term fatigue, stress, burn-out 17.71% 1.40% 28.72% 23.01%
Awareness of own qualities 27.66% 11.20% 44.36% 27.43%
Demotivating influence of superior 12.36% 4.00% 15.38% 17.70%
Failure, unfortunate of the child 11.76% 31.40% 2.56% 1.33%
Disappointment in partner life 13.07% 30.60% 4.62% 3.98%
Change of job or employment 21.46% 14.80% 29.23% 20.35%
Health and state of health 25.16% 25.40% 23.08% 26.99%
It can be seen from the responses that the factor of quality is the common indicator for changing
motivation, either in the form of personal and working qualities or well-done work (this factor also
proved to be the strongest motivator in the previous evaluation).
Based on the initial heterogeneity of respondents’ answers, the importance of the difference
in respondents’ answers between countries and the common average was further examined.
Hypothesis H1 and its negation hypothesis H0 were determined and Wilcoxon’s test was chosen
as the appropriate statistical method.
Hypothesis H1: The examined impact of the individual factors on the respondents is significantly different
in the groups compared.
Negation hypothesis H0: The examined impact of the individual factors on the respondents is not
significantly different in the groups compared.
Results of all three countries with each other and, subsequently, individual countries to the
whole were compared, thus unifying all three countries’ responses. To compare the data, the relative
frequencies in each country were used.
Since the Wilcoxon test can handle a mixed sample of data (expressed by respondents from all three
countries at the same time) to reveal deeper statistical differences in the statements [100–102], the countries
were compared in pairs with one another, but also individually to the whole set of respondents.
Table 7 shows that, only in the case of comparisons of Slovakia versus all others and
Lithuania versus all others, the H0 hypothesis cannot be rejected. However, in all remaining cases,
the H0 hypothesis is dismissed in favor of H1. Therefore, it is possible to conclude that the respondents’
answers in individual countries are indeed significantly different, as the first results of the previous
evaluation have already indicated.
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Table 7. Wilcoxon test: Slovakia (SK), Poland (P) and Lithuania (LT).
Characteristics SK vs. PL SK vs. LT SK vs. All PL vs. LT PL vs. All LT vs. All
Positive sum 87 113 140 99 92 40
Negative sum −84 −58 −31 −72 −79 −131
Test statistics 84 58 31 72 79 40
Confirmed
hypothesis H1 H1 H0 H1 H1 H0
Finally, to define the principles and mechanisms that needed to be kept in the motivational
decision making (second research goal), the respondents were asked to propose options for senior
staff that could increase their own motivation and, therefore, their willingness to increase their
own performance. The answers show that the recurring factors in all three countries surveyed are
fairness, justice and a human approach from the side of supervisors to employees. Country-specific
recommended decisions are highlighted in Table 8.
Table 8. Suggested decisions for motivation increase: comparison of Slovakia, Poland and Lithuania.
Suggestions
Slovakia Poland Lithuania
Employees Managers Employees Managers Employees Managers
Freq. % Freq. % Freq. % Freq. % Freq. % Freq. %
Greater interest in employees 184 46.00 38 38.00 157 45.91 24 50.00 65 39.16 22 36.67
Training activities and skills development 131 32.75 25 25.00 147 42.98 15 31.25 13 7.83 4 6.67
Creating good relationship 121 30.25 33 33.00 165 48.25 20 41.67 90 54.22 29 48.33
Higher remuneration and rewards 160 40.00 40 40.00 251 73.39 26 54.17 97 58.43 26 43.33
Career growth and job prospects 176 44.00 32 32.00 157 45.91 18 37.50 60 36.14 21 35.00
Participation in decisions 76 19.00 20 20.00 56 16.37 11 22.92 30 18.07 11 18.33
Fairness, justice and humanity of superior 310 77.50 66 66.00 168 49.12 22 45.83 76 45.78 23 38.33
Providing the necessary information 137 34.25 23 23.00 86 25.15 5 10.42 41 24.70 11 18.33
Mutual and open cooperation 191 47.75 40 40.00 156 45.61 18 37.50 70 42.17 27 45.00
Space for autonomy and self-realization 166 41.50 36 36.00 77 22.51 12 25.00 35 21.08 12 20.00
Better work conditions 56 14.00 23 23.00 137 40.06 13 27.08 40 24.10 11 18.33
Recognition for quality work 225 56.25 43 43.00 122 35.67 13 27.08 35 21.08 15 25.00
Employee bonuses and benefits 191 47.75 34 34.00 126 36.84 7 14.58 67 40.36 22 36.67
Improving mutual communication 135 33.75 27 27.00 111 32.46 18 37.50 45 27.11 17 28.33
One of the most important factors for Slovakian respondents were fairness and justice from
superiors, which was not considered the biggest problem in other countries. Roughly 77.5% of
Slovakian employees and 66% of Slovakian managers showed interest in this factor. Regarding Poland
and Lithuania, the respondents agreed that it would be appropriate to enrich these motivational
approaches and the motivational program by creating good relations and greater benefits (rewards).
This finding is explained by a certain degree of rigidity and, sometimes, even by cases of unfairness
of employers in Slovakia. Therefore, the justice of superiors is more urgent. Probably, the sense of
injustice conveys a more solid view of employees to apply other, more creative, managerial decisions.
This further emphasizes the importance of advanced decision making for motivation.
3.2. Results
Evaluation of the survey results brought really interesting findings. Specifically, if they were
related to the results of other studies (discussed in Section 4), they illuminated the current situation in
selected decision making areas for motivating the staff and managers of the three countries surveyed.
3.2.1. Indications from Data Analysis
Results (average intensity of perceived motivation, Table 4) document different strengths of
motivation due to the different orientations of motivation on one hand, while, on the other hand, they
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show some differences in the average intensity of motivational orientations between studied countries.
Additionally, it can be concluded that the level of motivation (to any of the focused areas) does not
reach its maximum. This indicates a clear need to improve decision making processes in organizations.
Motivation must be seen as seriously impacting the financial results or profit of an organization.
Based on the results shown in Table 5 (which related the creative leadership, open communication,
fair appraisal, and built atmosphere of trust toward the level of perceived motivation), the quality
of the key processes of development and motivation of human potential is indicated as one of the
strongest pillars of building sustainable and responsible motivation. This result can be perceived as
an alert, or inspiration, for organizational managers to understand decisions regarding motivation as
multi-characteristic, influenced by many forces and facts.
The importance of factors (Tables 6 and 7) that decide or change the past motivation to a different
one over time, in fact, varies from country to country. This situation is the same in a case of supposed
decisions the implementation of which could improve and sustain perceived work motivation (Table 8)
as well. Based on these analyses, it is possible to state that it is not favorable to use successful
motivational programs from one country on employees from another country in its previous and
non-changed form. Based on examined differences, it is necessary to tailor the motivational programs
respecting the preferences and needs of particular employees. Not tailoring the successful programs
from abroad would result in a failure of the motivational program.
3.2.2. Model of Decision Making for Sustainably Responsible Motivation
Achievement of sustainably responsible motivation assumes a high level of accuracy and
preciseness in the decision making processes. Based on theoretical knowledge analysis and discussion,
including the results of presented international examination, three groups of elements in decision
making, focused on both sustainable and responsible motivation in the model (Figure 1), can be defined:
(1) Components of decision-making in building sustainable motivation; (2) Decisional principles and
mechanisms in building sustainable motivation; (3) Affect-capable factors in building sustainably
responsible motivation.
Components of Decision-Making in Building Sustainable Motivation
• Goal (to build sustainable motivation), subjects (participants in the process, such as managers,
HR experts, employees, partners, etc.), and the object of decision-making (motivation);
• Focus of decision making on solving four key problems, like setting motivational objectives,
working out a motivational strategy, creating motivational programs, and performing
motivational processes;
• Process and time prospects of building sustainable motivation, such as mutual and accelerative
relations between and among the past, present and future decision making in the area of
motivation; and the past, present and future motivations and processes of motivating;
• Methods of decision making potentially usable when deciding a process of motivating individuals
and groups, like a quantitative (questionnaire, experiment, t-test, . . . ), qualitative (Delphi method,
interview, brainstorming, brainwriting, etcetera.) and heuristic classes (decision analysis, decision
trees, decisions tables, and more).
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Decisional Principles and Mechanisms in Building Sustainable Motivation
• Applicatio of crucial principles such as the three Rs (recursion, recognition, and responsibility),
systematism and permanent situational adaptation to changed conditions, partner approach,
open cooperation, sensitive application of taken motivational decisions and measures;
• Achieving the functionality of/for advanced processes of decision making and motivating, such as
harmonization of all the motivations, progressing the motivation to a transcendent level, creating
and implementing innovativeness in motivating, evaluation of all positive and negative impacts,
development of accelerative mechanisms and mechanisms for constructive feedback;
• Building the conditions and overall possibilities for functionality of the proposed model, like
training in the area of building responsible motivation, cooperative behavior, willingness and
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readiness of persons who affect the motivation as well as processes for advancing the individual
egoism for the ‘good’ of the organization.
Affect-Capable Factors in Building Sustainably Responsible Motivation
Taking the right managerial decisions aimed at the achievement of quality for all HPD&M
processes as high as possible, including rewards for responsible decisions and role-model
deciders/impacts on motivation and, simultaneously, the engagement of participants in decision
making regarding their own and their superior’s motivation.
4. Discussion
According to Zsolnai, “ . . . the responsibility perceived by the decision maker largely determines
his or her choice. The greater the adequacy of the decision maker’s conception of responsibility in the
given situation, the greater chance that s/he will make a decision which is an appropriate response to
the situation . . . ” [103] (p. 31).
When relating the presented survey’s results and proposed model to others, while considering all
research goals formulated in this article, four studies should be highlighted:
Study 1. Connected to the achievement of research Goal Number 1 (to disclose the components
that have to be respected in the decision process targeting the appropriate forming of motivation),
a qualitative study of Casey and Sieber could be mentioned. These authors emphasize that the
development of human resources/human potential is “ . . . the prerequisite and beginning of a lasting
change: change that begins in the minds of all employees; change that is continuous in terms of
adaptation of visions, strategies, production processes and organizational structures; change that leads
to sustainability, corporate social responsibility, motivation and engagement . . . ” [104] (p. 75).
Study 2. The extensive empirical study of Palomino, Medina and Arellano, using a sample of
1271 employees, was based on analysis of the differences in motivators and confirmed the existence of
significant differences in the importance given to the motivational and organizational values among
the four generations of employees [105]. This opinion supports the premise of the importance of
time when examining and deciding on how to motivate employees and managers appropriately and
effectively. Concurrently, the mentioned analysis supports the current article’s goal of setting the
principles and mechanisms that must be kept in the process of motivational decision making (Goal
Number 2).
Study 3 and Study 4. Connecting to the search for the affect-capable factors that influence and
decide the resultant level of perceived motivation (research Goal Number 3), the study of Cewin´ska
and Striker and that of Kulkarni can be highlighted. Cewin´ska and Striker’s study used a sample
of 1002 managers and examined the targeting of managerial decision making. Most subjects (78%)
declared that they had an exclusive or big influence on managerial decisions related to subordinate
employees, particularly with regard to appraisal (88%), hiring (84%), training (81%), dismissal (76%),
promotion (75%), and remuneration (66%) [106] (pp. 51–52). These results emphasize the real ties
between the managerial decisions and processes of HPD&M and justify the philosophy of the currently
proposed model. Kulkarni [65], in a more concrete perspective of searching for factors capable to
impact motivation, used the focus group method on a sample of 10 targeted companies. The author
examined the relationship between sustainable and effective leadership and intrinsic motivation.
The study points out that “ . . . employees are more likely to be intrinsically motivated if the company
has a compelling vision, clear objectives, and a supportive culture. It is also important that employees
prefer using the skills needed to perform their duties and have their values aligned with core values of
the company . . . ” (p. 86). Naturally, “ . . . the departmental objectives should be in line with those
of the corporation as a whole . . . ” [107] (p. 39). Based on this, “ . . . effective leaders strive to create
an environment that is intrinsically motivating . . . ” [36] (p. 77). These findings also support the
results of theoretical and practical research performed by the current article’s authors, especially the
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premise of the connected and harmonized effect of HPD&M processes on building sustainable and
responsible motivation.
A more complex perspective shows an essence of the presented model is aptly captured in
the following idea: “Managers have to be aware that one of the most important stakeholders the
organization has is the employee . . . ” [7]. Additionally, strategic decisions about the motivation of
this stakeholder have to be always thoroughly prepared and reasoned.
5. Conclusions
Based on the above-mentioned discussion, sustainably responsible motivation, viewed from
the perspective of responsible decision making, performed in the processes of human potential
development and motivation, is a basis for both current and future growth. Opinions and decisions
recommended in this article can be perceived as further elements that promote sustainability—when
employees and managers think about their motivation and forms of its improvement by the
employer, they perceive their motivation over the long term and are willing to shape it permanently,
thus sustainably.
Taking the viewpoint of implications and limitations of the presented ideas and the proposed
model, the model is based on sociological questioning performed in three countries of Central and
North-Eastern Europe. Due to this, it can be valid just for populations similar or consistent with such
demographic and cultural features. Additionally, the potential application of this model in terms of
practice assumes, first and foremost, the support from top management, such as the chief-executive of
organization (CEO) and senior-management. It is also necessary to accept the fact that the quality of
decision making is not only important in other business/organizational processes (marketing, finance,
etcetera.), but that it acquires extraordinary importance in the processes of motivating individuals and
groups. The prerequisite for achieving sustainably responsible motivation is the high professionalism
of all other managers and perfect procedural and facilitation services by the HR department.
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